T he changing role of women in our society and related corporate and government policies have provided the contemporary impetus for studying workplace stress and women. Most of the research on workplace stress has focused on men and only recently has attention been directed to the sources and implications of work-related stress for women. Specifically, researchers have identified a need to understand the possible unique sources of stress for women in the workplace and their responses to such stress. This article will highlight these issues and suggest strategies that might be used by women and organizations to cope with work-related stress for women.
The range and extent of women in the workforce is perhaps the most significant social change in this century.
mothers do so on a full-time basis, and 65% of mothers with children under three years work full-time. The reasons for this increased number of women in the workforce include financial needs, increased opportunities, government and social pressures to hire women, increased control of the number and spacing of children, women's desire for selffulfillment in areas outside the family, and a variety of other economic, personal, and social reasons. Most of these explanations suggest that, as Heath (1986) has noted, women will play an even greater role in organizationallife in the future. Thus, organizations must address the need for understanding the possiblesourcesof stress for this segment of the workforce.
SOURCES OF STRESS
Two general issues regarding the sources of stress for women are likely to demand attention from organizations in the future. The first has to do with the way women respond to jobs that have traditionally been held by males. Much of the stress research has concerned the characteristics of jobs that might contribute to stress. Such factors as role conflict, role ambiguity, underutilization of skills, responsibility without control, and overload are likely to contribute to stress, regardless of the gender of the job incumbent. These factors have been discussed extensively in research on work-related stress (Beehr, 1985; Brief, 1981; Ivancevich, 1980) . One explanation for early research indicating that women have tended to experience less stress and the negative consequences associated with it than men is that women have not held jobs with these characteristics. Thus, the reason for female longevity may be their environment, not biology. Furthermore, it has been noted that "men's work" may be a key issue, given its (generally speaking) more stressful and dangerous characteristics.
As women enter more traditionally male occupations, the question arises of whether women experience these work-related stressors with the same consequences. Clearly, the nature of the work role should be similar for both sexes. Thus, any differences that occur will be related to differences in the stressors associated with sex roles and in the ways women respond to stress.
A second area that should receive attention when examining workrelated stressors for women, regardless of their position in the organization, concerns the possible unique sources of stress that women may face in the workforce. These unique sources of stress for women can be classified into two general categories: stressors associated with the family/work interface and stressors associated with organizational policies and practices that affect women.
First, women may experience more stress than men in balancing the family/work roles. For instance, Brewer (1985) observes that child care is still the primary responsibliry of women, thus causing some income penalties. Townsend (1985) notes that women still handle most of the family responsibilities and do most of the housework (with little help from their husbands). Indeed, spouse support has been found to have a positive impact on working mothers' interrole conflict (Suchet, 1986) .
It may be that the dual demands of work and family will contribute to the unique stress experienced by women. Because women have child care and household responsibilities (as well as work), they are likely to feel guilty if those chores are not attended to in a high-quality manner (Townsend, 1985) . Indeed, one study spoke of the "heavy price" that women pay in balancing the workhome demands (McLaughlin, 1986) . "Exhausting lives" is the term that Bloom (1986) uses to describe the results of the work-home conflict, particularly because these women are trailblazers-they have not had role models.
In addition, single women may not be excluded from this source of stress. They may be considered unusual by their colleagues and must face difficult decisions about whether to marry or have children (Davidson, 1987) . Two studies note that a primary difference between successful male and female executives is family status-women tend to be single or divorced with no children, while men tend to be married and have children (Winter, 1983a; "Women make," 1987) . Thus, women may perceive that they must choose between their career and their family.
The second category of possible unique stressors for women in the workforce concerns the way women are treated in organizations. Included in this category is organizational discrimination against women, particularly in the areas of promotions and pay. Bloom (1986) notes an increasing percentage of women managers (27% in 1972, 36% in 1986) , but less than 10% of the highest-level executives are women, and only one woman
The dual demands of work and family contribute to the unique stress experienced by women.
serves as a Fortune 500 chief executive officer. The Economist reported that while women are quite successful in some industries, especially services, many feel trapped at lower levels of management and often leave to begin their own businesses ("Women make," 1987). Those who stay may start at the same salary as men, but women with MBAs from Columbia and Stanford were found to have salaries 40% behind those of their male counterparts after 7 years of work.
Money at all levels of employment contributes to the problem. While it could be argued that equal opportunity for women is more of a reality today than it was 20 years ago, statistics continue to demonstrate that, in the aggregate, women are paid significantly less than men. Working women now earn 68% of what men make compared to 57% and 60% for the period 1960 to 1980 (Rix, 1987) .
Townsend contends that the difference between poverty and middle-class, or between middle-class and affluence, increasingly rests on the income of the woman (Townsend, 1985) . Unfortunately, a gap in pay seems to be a continuing manifestation of discrimination, especially when women and men work at comparable jobs, but women are paid less. These income problems have been exacerbated by the increase in the number of households which are headed by women and by the "feminization" of poverty (Makela, 1985) .
The stereotypes about the roles of males and females in the workforce, which may underlie the discrimination in promotions and pay described above, will most likely continue to affect the experiences of women at work. For instance, women may find it difficult to break into the informal structure of male-dominated organizations. Not having access to the advice and guidance provided by such an informal structure may result in lower levels of performance by women which, in turn, reinforces stereotypes about women in such roles. In addition, stereotypes may affect a variety of organizational decisions such as work assignments, performance evaluations, and opportunities.
Another possible unique source of stress for working women revolves around the lack of organizational support for women in nontraditional roles. Women may be placed in a token role and/or may not have role models. This social isolation is likely to be an ongoing source of stress (Nelson, 1985) .
It should be noted that the requirements for success in organizations may cause women to feel that they must behave like men. This potential conflict between their work requirements and sex role expectations may also create stress for working women. Winter (1983b) traces workplace stress among women to the frequent pattern of imitating men, the avoidance of openness and candidness. Women at work may become depressed because they must suppress their natural feelings of affiliation.
The sex structuring of organizations has resulted from and contributed to stereotypes about the appropriate roles of women in organizations (Kanter, 1977) . Women breaking away from these stereotypes may have to deal with resistance from other women, from key decision makers in the organization (most likely male), and from their own socialization into certain occupational categories.
Other issues that are more salient for women in the workforce than for men may also contribute to workplace stress. Recently, attention has been directed at sexual harassment at work. Gutek (1985) suggests that women are most likely to feel the negative impact of such behavior because of their minority status in the workplace.
This review of potential sources of stress for working women suggests that working women will have the same job specific stressors as men but also will have a number of possible unique stressors. These unique stressors include the stress associated with balancing family and work demands with organizational practices and policies that may negatively affect women such as discrimination in promotions, pay, and other organizational decisions, sex role stereotypes, lack of support, social isolation, pressures to become more like men, and sexual harassment. Further contributing to the problem is the fact that many of these potential stressors are not within women's control. lick and Mitz (1985) found in a review of the research on the consequences of stress that women tend to report higher rates of psychological distress and minor illness and that men are more prone to severe physical illness. For example, Winter (1983a) noted increased incidents of ulcers, gastrointestinal disorders, and emotional distress for women. Similarly, Davidson and Cooper (1987) found that male executives seem to be prone to stress-related physical illness, while female executives were more likely to develop mental illness.
CONSEQUENCES OF STRESS
It should be noted, however, that certain job characteristics have been found to be related to physical illness Work provides women with greater satisfaction and self-esteem through the challenge, feedback, and social ties provided by employment.
for working women. For instance, among secretaries, factors such as suppressed hostility, a non-supportive boss, and lack of job mobility are strong predictors of coronary heart disease (Davidson, 1987) . Research addressing the causes of these differences in stress responses has suggested both the different sources of stress existing for males and females and the different coping strategies associated with sex role identity as possible explanations for these responses. However, the research in this area has been inconclusive and further research is needed (lick, 1985) . As more women enter executive ranks, research also will be needed to determine if they experience the same physiological con-
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sequences as male executives.
In studies of stress related variables, sex differences also have been noted. For instance, the incidence of type A behavior has been found to be lower for women than men (Waldron, 1978) . Again, it has been suggested that women, as they move into more traditionally male fields, will develop similar type A behavior patterns with similar consequences. Indeed, some recent research by Davidson and Cooper (1986) on women managers in Britain found that these women had even higher type A scores than male managers.
Several studies have found positive effects of employment on women (Barnett, 1985; Baruch, 1986; Kessler, 1982) and indeed even greater advantages for those in occupations with high status (Baruch, 1987) . These studies suggest that work provides women with greater satisfaction, self-esteem, and less conflict, perhaps through the challenge, control, structure, feedback, and social ties provided by employment (Baruch, 1987) . This finding raises questions about the assumption that additional pressures associated with paid work for women will result in greater stress. Although certain jobs, especially those with little autonomy and high demands which are frequently held by women, may create stress for the individuals occupying them, work per se may have positive consequences for women. This does not imply that the specific conditions that may increase stress for working women are not important or without consequence. Rather, it suggests that the picture of the stress-free life of ?onworking women may have been Incorrect.
Those findings suggest that studies of multiple role involvement cannot ignore the quality of the role in interpreting the consequences for the role incumbent. Thus, it is not the number of roles that a person occupies that results in stress, but rather the complex set of demands and rewards associated with these roles. Furthermore, it appears that the activities of one role may serve as a buffer for the effects of stress in other roles. Multiple roles increase the opportunities for women as well as the possible risks.
POLICY AND COPING STRATEGIES
As more women enter the workforce and remain in it for extended periods of time, organizations must develop policies which will reduce stress and support the successful integration of women into the workforce. Such policies include both formal programs that will assist with specific stressors and informal programs [0 assist women in adapting [0 the workplace. Formal programs and policies must be reviewed with an eye toward reducing stress.
Parental leave is one initiative that seems essential. Over one-fourth of the workforce (33 million) consists of women in their childbearing years, and over 60% of women with children under three years of age are working or looking for work. As the labor market tightens in the coming years, more companies will need [0 recognize the importance of leaves for both parents. The current irony is that while many companies promote "family values" as part of their overall corporate strategies, many women with young children return [0 work much earlier than desired because of career fears.
A related need for quality day care arrangements has been identified. Although some companies have experimented with providing day care, or subsidizing private day care, which could be used by employees, most have made no effort [0 assist families in this important area.
Other formal policies that should be reconsidered are flexible working schedules, work at home, job sharing, opportunities for promotion without relocation, career planning and counseling, and explicit policies against sexual harassment. Changes in these policies would most likely benefit working men as well as women. However, one could argue that the positive effects of such changes would be greater for women. For instance, Staines and Pleck (1986) found that work schedule flex-ibility significantly reduced the negative impact of nonstandard work schedules on family life. This effect was more pronounced for working women than working men.
There are also questions of occupational segregation and discrimination based on sex, especially in pay and promotion, that must be addressed (Choate, 1986) . Explicit programs [0 make individuals sensitive to possi-Formal policies that should be reconsidered are flexible working schedules, jobsharing, and explicit policies against sexual harassment.
ble sex stereotyping and its impact on organizational decisions may be appropriate. Many women are "bailing out" of the managerial ranks because of thwarted ambitions, the difficulty of coordinating family responsibilities with career demands, a lack of managerial support and mentors, and inflexibility ofcompany policies (Choate, 1986) . If companies are unwilling [0 address these issues, they will continue [0 lose valuable resources.
Finally, women must take some responsibility for addressing these issues for themselves. Simply recognizing the sources of their stress is a first step in such a process. Secondly, actively negotiating with the individuals that impact their work and family lives may alleviate some sources of stress. Opening up communication lines and asking for assistance may be helpful. Recognizing and supporting other women faced with similar problems also may be useful for all involved. Mentoring and role modeling may reduce much of the stress faced by women in the future.
This article has discussed the changing role of women in the workforce and the possible sources of stress associated with that changing role. In addition, the consequences of stress for working women were reviewed and both organizational and individual strategies for reducing and coping with stress were suggested. As more women enter the workforce and more move into nontraditional working roles, further research will be required on the causes and consequences of stress for working women if women are [0 reach their full potential in both organizational and family roles.
